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ABSTRACT 
Corporate culture ultimately is behaviour - it is the way people in an organisation tend to 
behave as they go about their work. Building a corporate culture, is therefore, asking 
everyone in the organisation to demonstrate a collective behaviour. It can help 
organisation integrate individual efforts to achieve organisational goals. Nowadays, as 
today's business situation changes so rapidly, in order to respond with speed and 
quality, organisation flexibility is a must. To be more responsive to market changes and 
customer needs, individual employee should possess decision making power so as to 
eliminate red tapes. Therefore, the concept of Empowerment emerged in late 80s. It 
becomes prevalent because it gives organisations energy to improve productivity, 
quality of services, team morale and etc. 
On the other hand, as international trade becomes so intense today, organisations loses 
their advantage in doing business in their home countries. They need to expand into 
overseas. In order to have consistent strategies and directions, they require overseas 
offices to have the same business practice in operating their local branches. Thus, they 
bring their empowerment practice to their overseas branches. On the other hand, 
countries in Asia Pacific Rim are the next century's focus. Therefore, China and Hong 
Kong are selected as examples to study their readiness for such management practice 
from the most advanced country ~ The United States of America (USA). 
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TABLE 5 
NUMBER OF EMPLOYEES OF COMPANY 
SURVEYED EV THREE PLACES 
Country USA China Hong Kong 
Findings \ 
< 100 3 14 4 
100 - 499 6 8 5 
500 - 999 7 3 8 
1000 - 4999 13 5 5 
> 4999 1 0 9 
Note : This table shows the basic information for the size of organizations respondents are working. 
TABLE 2 
POSITION OF RESPONDENTS EV THREE PLACES 
Country USA China Hong Kong 
Findings \ 
Managerial 9 8 13 
Supervisory 8 8 1 
Front line employee 8 5 8 
Professional staff 5 5 9 
Others 0 4 0 
Note : This table shows basic information of the levels of respondents in their working organizations. 
V 
TABLE 3 
NATURE OF BUSEVESS SURVEYED EV THREE PLACES 
Country USA China Hong Kong 
Findings \ 
Manufacturing 8 11 5 
Banking/Finance 6 2 8 
Hospitality/Hotels 3 3 0 
Electrical & Electronics 2 1 0 
Retailing 2 0 2 
Conglomerate 0 0 0 
Transportation 0 0 3 
Telecommunication 1 5 6 
Insurance 2 0 0 
Health Care/ 3 1 1 
Medical Related 
Government 0 0 1 
Public/Non-profit Making 0 0 0 
Others 3 7 5 
Note : This table shows which business the respondents are in. 
vi 
TABLE 4 
A COMPARISON OF TRAEVEVG RECEFVED 
m THREE PLACES 
Country USA China Hong Kong 
Findings \ 
Average training days per 8.60 7.00 6.81 
year 
Averaged number of 
training programs received 4.13 3.70 3.29 
in last year 
Note : This table shows the mean of all responses from respondents. 
"The average training days" is termed to measure the total training days respondents have received since their 
service with the companies. "The number of training programs received in last year" is used to measure how 
many programs respondents have received in last year, which can represent a typical year. 
vii 
TABLE 5 
TYPES OF TRAEVEVG RECEIVED 
JN THREE PLACES 
OPercentage of the Total Surveyed) 
Country USA China Hong Kong 
Training Types \ 
Technical skills 73.33% 33.33% 46.67% 
Product knowledge 93.33% 43.33% 38.71% 
Company policy & rules 43.33% 23.33% 38.71% 
People Management skills 36.67% 33.33% 45.16% 
Customer contact skills 60.00% 36.67% 22.58% 
Interpersonal skills 56.67% 16.67% 35.48% 
Problem solving skills 30.00% 13.33% 32.26% 
Building effective teams 56.67% 13.33% 41.94% 
Plmming&organising 20.00% 23.33% 45.16% 
Time management 30.00% 23.33% 32.26% 
Influencing skills 40.00% 6.67% 25.81% 
Language skills 10.00% 30.00% 19.35% 
Others 3.33% 10.00% 6.45% 
Note : A respondent can choose more than one option here. The percentage represents how many percent of 
respondents have attended the specified training programs. 
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TABLE 6 
COMPARISON OF AVERAGED RATEVG ON 
BEHAVIOURS FOR MANAGERS 
Country USA China Hong Kong 
Findings \ 
Encourage training & 4.60 3.80 3.90 
development 
Foster trust & integrity 4.20 4.17 3.97 
Help build teamwork & 4.40 4.07 4.03 
collaboration with others 
Coach employees to achieve 4.10 4.10 3.74 
career goals 
Note : The rating scale is 1 - 6，1 being the lowest and 6 being the highest ratings. 
This is the mean ofthe ratings. 
The ratings measure the frequency of demonstrated behaviors on the job. The higher the ratings represent the 
more frequent the behaviors demonstrated and the more effective and ready the manager/employee in that 
organization in empowerment behavior. 
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TABLE 7 
COMPARISON OF AVERAGED RATEVG ON 
BEHAVIOURS FOR EMPLOYEES 
Country USA China Hong Kong 
Findings \ 
Understand & are 4.70 4.13 3.48 
committed to company 
vision & values 
continuous improvement on 4.50 4.20 3.81 
quality & services 
Work as a team 4.60 4.17 4.16 
Feel that they participate in 4.10 3.53 3.71 
decision making 
Know what's expected 4.20 3.87 3.81 
Enjoy the work & like the 4.60 4.27 3.81 
organisation they work for 
X 
TABLE 8 
COMPARISON OF CORRELATION BETWEEN AVERAGE 
TRAJMNG DAYS AND AVERAGED RATEVG ON 
BEHAVIOURS FOR MANAGERS 
Country USA China Hong Kong 
Findings \ 
Encourage training & 0.53 0.29 0.18 
development 
Foster trust & integrity 0.26 -0.06 0.14 
Helpbuildteamwork& 0.36 0.11 0.00 
collaboration with others 
Coach employees to achieve 0.46 0.00 0.13 
career goals 
Note : The correlation of the ratings and the training days or programs represent the relationships of the both factors. 
1 represents total correlation, meaning that there exists positive relations between both factors. 
0 represents no correlation, meaning that there exists no relations between both factors. 
-1 represents negative correlation, meaning that there exists negative relations between both factors. 
TABLE 9 
COMPARISON OF CORRELATION BETWEEN AVERAGE 
TRAEVEVG DAYS AND AVERAGED RATEVG ON 
BEHAVIOURS FOR EMPLOYEES 
Country USA China Hong Kong 
Findings \ 
Understand & are 0.36 0.03 01.5 
committed to company 
vision & values 
continuous improvement on 0.15 0.16 0.24 
quality & services 
Work as a team 0.32 -0.02 0.28 
Feel that they participate in 0.24 -0.02 -0.02 
decision making 
Know what's expected 0.33 0.02 0.09 
Enjoythework&likethe 0.32 0.18 0.14 
organisation they work for 
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TABLE 10 
COMPARISON OF CORRELATION BETWEEN AVERAGE 
TRAEVEVG PROGRAMS RECER^D AND AVERAGED 
RATEVG ON BEHAVIOURS FOR MANAGERS 
Country USA China Hong Kong 
Findings \ 
Encourage training & 0.57 0.09 0.20 
development 
Foster trust & integrity 0.43 -0.02 0.18 
Helpbuildteamwork& 0.48 0.19 0.10 
collaboration with others 
Coach employees to achieve 0.64 0.11 0.29 
career goals 
TABLE 11 
COMPARISON OF CORRELATION BETWEEN AVERAGE 
TRAEVEVG PROGRAMS RECEIVED AND AVERAGED 
RATEVG ON BEHAVIOURS FOR EMPLOYEES 
Country USA China Hong Kong 
Findings \ 
Understand & are 0.08 0.11 0.17 
committed to company 
vision & values 
continuous improvement on 0.27 -0.07 0.25 
quality & services 
Work as a team 0.27 0.05 0.23 
Feel that they participate in 0.44 0.22 -0.03 
decision making 
Know what's expected 0.47 0.10 0.07 
Enjoythework&likethe 0.52 -0.02 0.22 
organisation they work for 
xii 
TABLE 12 
COMPARISON OF CORRELATION BETWEEN TECHNICAL TRAEVEVG 
AND AVERAGED RATEVG ON BEHAVIOURS FOR MANAGERS 
Country USA China Hong Kong 
Findings \ 
Encouragetraining& 0.44 -0.11 -0.08 
development 
Foster trust & integrity 0.16 -0.40 0.08 
Help build teamwork & 0.41 -0.37 -0.10 
collaboration with others 
Coach employees to achieve 0.19 -0.32 0.17 
career goals 
TABLE 13 
COMPARISON OF CORRELATION BETWEEN TECHNICAL TRAEVEVG 
AND AVERAGED RATING ON BEHAVIOURS FOR EMPLOYEES 
Country USA China Hong Kong 
Findings \ 
Understand & are 0.17 -0.30 -0.12 
committed to company 
vision & values 
continuous improvement on -0.10 -0.36 0.21 
quality & services 
Work as a team -0.02 -0.34 0.05 
Feel that they participate in 0.28 -0.29 -0.20 
decision making 
Know what's expected 0.37 -0.34 -0.13 
Enjoy the work & like the 0.19 -0.02 -0.17 
organisation they work for 
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TABLE 12 
COMPARISON OF CORRELATION BETWEEN TECHNICAL TRAEVEVG 
AND AVERAGED RATEVG ON BEHAVIOURS FOR MANAGERS 
Country USA China Hong Kong 
Findings \ 
Encourage training & 0.26 -0.09 -0.04 
development 
Foster trust & integrity -0.10 0.05 0.08 
Help build teamwork & 0.11 0.01 -0.16 
collaboration with others 
Coach employees to achieve 0.02 0.04 0.28 
career goals 
TABLE 15 
COMPARISON OF CORRELATION BETWEEN PRODUCT TRAEVEVG 
AND AVERAGED RATEVG ON BEHAVIOURS FOR EMPLOYEES 
Country USA China Hong Kong 
Findings \ 
Understand & are -0.1 -0.04 -0.13 
committed to company 
vision & values 
continuous improvement on -0.2 0.15 0.08 
quality & services 
Work as a team -0.1 -0.07 0.07 
Feel that they participate in 0.04 -0.17 -0.31 
decision making 
Know what's expected 0.06 -0.18 -0.16 
Enjoy the work & like the 0.04 -0.10 -0.13 
organisation they work for 
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TABLE 16 
COMPAMSON OF CORRELATION BETWEEN COMPANY POLICY & RULES 
TRAEVEVG AND AVERAGED RATEVG ON BEHAVIOURS FOR MANAGERS 
Country USA China Hong Kong 
Findings \ 
Encouragetrainmg& 0.10 -0.04 0.11 
development 
Fostertrust&integrity 0.12 -0.35 -0.14 
Help build teamwork & 0.16 -0.10 -0.23 
collaboration with others 
Coach employees to achieve 0.22 -0.12 0.21 
career goals 
TABLE 17 
COMPARISON OF CORRELATION BETWEEN COMPANY POLICY & RULES 
TRAEVEVG AND AVERAGED RATEVG ON BEHAVIOURS FOR EMPLOYEES 
Country USA China Hong Kong 
Findings \ 
Understand & are -0.01 0.29 0.01 
committed to company 
vision & values 
continuous improvement on 0.12 0.12 -0.10 
quality & services 
Work as a team 0.01 0.12 0.00 
Feel that they participate in 0.06 -0.05 -0.24 
decision making 
Know what's expected 0.17 0.06 -0.10 
Enjoythework&likethe 0.22 0.01 -0.13 
organisation they work for 
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TABLE 18 
COMPARISON OF CORRELATION BETWEEN PEOPLE MANAGEMENT SKILLS 
TRAEVEVG AND AVERAGED RATEVG ON 
BEHAVIOURS FOR MANAGERS 
Country USA China Hong Kong 
Findings \ 
Encourage training & 0.17 0.45 -0.08 
development 
Foster trust & integrity 0.21 0.08 0.08 
Helpbuildteamwork& 0.30 -0.04 -0.10 
collaboration with others 
Coach employees to achieve 0.18 -0.06 0.37 
career goals 
TABLE 19 
COMPARISON OF CORRELATION BETWEEN PEOPLE MANAGEMENT SKHXS 
TRAEVEVG AND AVERAGED RATEVG ON 
BEHAVIOURS FOR EMPLOYEES 
Country USA China Hong Kong 
Findings \ 
Understand & are 0.13 0.11 -0.05 
committed to company 
vision & values 
continuous improvement on 0.14 -0.14 0.16 
quality & services 
Work as a team 0.18 0.02 0.11 
Feel that they participate in 0.18 0.04 -0.13 
decision making 
Know what's expected 0.28 0.02 0.04 
Enjoythework&likethe 0.50 0.10 -0.10 
organisation they work for 
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Findings \ 
Encourage training & 0.17 0.01 -0.02 
development 
Fostertrust&integrity 0.12 -0.11 -0.24 
Helpbuildteamwork& 0.18 -0.04 -0.34 
collaboration with others 
Coach employees to achieve 0.25 -0.07 0.30 
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committed to company 
vision & values 
continuous improvement on 0.05 -0.15 -0.04 
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organisation they work for 
xvii 
TABLE 24 
COMPARISON OF CORRELATION BETWEEN PROBLEM S O L V E V G 
SKDLL TRAEVEVG AND AVERAGED RATEVG ON 
BEHAVIOURS FOR MANAGERS 
Country USA China Hong Kong 
Findings \ 
Encourage training & 0.26 0.16 0.00 
development 
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collaboration with others 
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continuous improvement on -0.01 -0.09 -0.05 
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Feel that they participate in 0.21 0.10 -0.27 
decision making 
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quality & services 
Work as a team 0.28 -0.15 0.19 
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XXV 
PREFACE 
This is the first time to compare the readiness of empowerment in three different 
countries/places. In the past, although some researches have been conducted to 
understand the values ofmanagers across Asia Pacific countries, they have not studied 
the practice ofempowerment. In other literature, authors have studied the importance of 
cultural adaptation for expatriates when they were attached to some countries in the 
East. The experience is in social context, not in organizational context. Therefore, it is 
fruitful to investigate the adaptation of consistent practice across countries by 
organizations. 
As the USA and China have diverse orientation in work ethics and business practice, 
and there are many American organisations set up their offices or plants in China since 
the country has opened her market, the study of how they should maintain 
organisational consistency across the world and how ready the local employees working 
in those organisations will be useful to serve as future directions for other corporations 
who want to develop their overseas market or in China. 
While discussing the practice around the world, culture issue is a hot topic. Thus, in 
order to put the study in an international context, culture characteristics will be 
considered in the study. 
xxvi 
In order to assess the readiness of managers and employees within organisations on 
empowerment, survey questionnaires are distributed to collect data on the frequency of 
demonstrated empowerment behaviours of organizational managers or employees. 
However, before analysing the results, some assumptions are set up for reference : 
•:—:• The training days and programs the respondents attended is a reflection of 
organizational attitudes towards training and development. It can be assumed that 
all responses in the survey represent the general situation of all employees are 
encountering. 
•:•> After the literature review, the author generates a set of behaviours which are most 
critical in measuring employees' readiness to implement or practice empowerment 
in an organisation. Thus, the more frequent employees or managers demonstrate 
those behaviors, the more effective they are in empowerment, and the more ready 
the organisations are approaching empowerment. 
•:•> The ratings of respondents towards their managers, colleagues or employees reflect 
their day-to-day observation on their team members demonstrated behaviors. 
After the survey, the results of the study are summarised and analysed. In the study, the 
USA is still a "big brother" in the contemporary management practices. In all ratings, 
they scored the highest marks. But surprisingly, when compared with China, Hong 
Kong respondents scored the lower ratings and received less training than respondents in 
China. After this quantitative analysis, detailed analysis with the organisational change 
experts and recommendations are made for future study. 
� 1 
CHAPTERI 
INTRODUCTION 
As more and more multinational companies go aboard to develop new business in other 
countries, the consistency of management practice across the countries is always an 
issue. In addition, due to rapid changes of today's business world, there is a new 
management practice - Empowerment - arising in different business firms in the USA. 
Therefore, the purpose of this paper is to report the study on the following areas : 
•:• the readiness of company workforce on a contemporary management practice ~ 
empowerment __ across countries or cities in different cultural context, when the 
management technology transfers from America to Asian countries. 
•:• the role of training to build necessary behaviours and practices in transferring this 
management practice across the world. 
The Current Situation Facing Multinational Corporations (MNCs) 
Before the author has a detailed study on the empowerment across countries, it is fruitful 
to understand the current situation facing today's business organizations, why 
empowerment is needed for survival of the organizations. The literature review in the 
following sessions can help build a solid academic and research foundation for this 
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Study. The ideas and arguments quoted in the literature provide a framework for the 
author in the study. They also represent the agreement from the author. 
Although there is no intent to use the USA cases, most of the literature reviewed are 
from the USA. Therefore, the cases and situation quoted below are mostly from the 
USA. 
Introduction 
Due to the fast advancement in information and computer technology, the market 
situation changes rapidly in recent years. George Kozmetsky has quoted the study 
conducted by the Office of Technology Assessment titled Technology and the American 
Economic Transition : Choices for the Future^ which shows four major forces that have 
been reshaping their society, namely, new technologies; loss of USA dominance in 
international markets; the possibility of increase of price of energy & other natural 
resources and changing customer expectations and tastes. 
These four major forces have been pushing the USA organisations need to reshape their 
structures and ways of management to enhance their competitiveness in terms of speed 
of response to market changes and their quality of service or products. 
"Empowerment" thus becomes one of the ways to help organisations survive. 
1 "Challenges ofTechnoIogy Innovation and Transfer - The Coming Economy", SAGE Publications (1990), pp. 21-40 
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ki addition, as international market becomes more open and most companies lost their 
pre-eminence in their home countries, they need to invest in other developing countries 
to maintain competitiveness. While organizations are transferring their technical 
technology to the developing countries, they should not neglect the "human" factor in 
these transfers. 
Eun's "one firm" concept around the world] thus can be absolutely applicable in this 
aspect. This one firm concept helps shape people in different countries to act and 
behave the similar ways as their counterparts in the corporate headquarters. Eun also 
believed that training and education took a crucial role in transferring technology. 
Therefore, in order to understand this concept more thoroughly, the author wants to 
conduct a survey to test the readiness of employees around the world can practice the 
similar “one frnn concept". That is, whether employees in overseas branches can 
operate the business in the similar ways required by their corporate headquarters. 
The Need for Empowerment 
Why the modem business world needs Empowerment? The author has studied several 
literature and found the arguments there very convincing. Today's business world 
changes so rapidly and employees' expectations and characteristics are different from 
the past. Thus, new management concept and practice are needed to meet the new 
challenges of modem business world. In addition to George Kozmetsky's four major 
2 "Multinational: Preparation for International Technology Transfer", SAGE publications (1990), pp. 258-273 
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forces, the followings are some other factors which push organizations to start the 
joumey of empowerment. 
In "Teaching the elephant to dance", James A Belasco^ stated out the need for change, 
which includes competition, past successes, rapid development in outside world and 
continuous changes. Higher competition from foreign enterprises as international trade 
is more prevalent today, which makes organizations find many ways to excel in the 
competition. They need to become more responsive to customers; otherwise, they will 
lose in attracting customers - this battle. On the other hand, previous successes and past 
practices hinder their willingness to change - "weVe always done it this way", like the 
chain around the elephant's foot. The big corporations thus need to “lose weight" to be 
fast and responsive to external demand. However, fast development in outside world 
make this challenge even stem. "So, gazelles survive, not slow-to-change elephants." 
To make the business situation worse, everything keeps changing - "Markets continually 
change. Customers continually change. Technology continually changes. Competitors 
continually change. Each change triggers the need to create a new tomorrow." Coupled 
with such factors, organizations need to have substantial changes in the ways they 
practice in the past. They need to adopt a more flexible approach in running their 
business. The author can understand the external pressure which push for 
empowerment. 
3 "Teaching the Elephant to Dance", Random Century Limited (1990), pp. 1-29 
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In addition, the author found some other challenges which push the organizations to 
change, as Tom Peters stated in "Thriving on Chaos"^ Now, the modem big 
corporations face the challenges ofhigher quality concerns, efficiency and productivity 
demand, speed of response to market and flexibility, and continuous improvement and 
innovation. 
All ofthese challenges push the organizations to become "small". As some quotations 
here : "The movement toward efficiency through smallness is accelerating in virtually 
every industry today." "in practically all our activities we seem to suffer from the inertia 
resulting from our great size …There are so many people involved and it requires such a 
tremendous effort to put something new into effect that a new idea is likely to be 
considered insignificant in comparison with the effort that it takes to put it across ..." by 
Alfred Sloan, General Motors chairman. 
Moreover, these challenges make organizations continuously improve to catch the rapid 
changes in outside world. "In a world where routine production is footloose and billions 
of potential workers are ready to underbid American labour, competitive advantage lies 
not in one-time breakthroughs but in continual improvements ... developing variations 
and small improvements in it that better meet particular needs ..." which is the 
"distinction between goods and services begins to blur." 
In line with the above challenges, in addition to become small and flexible, Tom Peters 
has identified that "Take all evidence together, and a clear picture of the successful firm 
in the 1990s and beyond emerges. It will be “flatter (have fewer layers of organisation 
4 "Thriving on Chaos", Pan Books (1989), pp. 1-34 
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structure), populated by more autonomous units, oriented toward differentiation, 
producing high value-added goods and services, creating niche markets, quality-
conscious, service-conscious, more responsive, much faster at innovation, a user of 
highly trained, flexible people as the principal means of adding value ....” 
Moreover, organisations who responds to these challenges need to, as James A Belasco^ 
stated "1. Reposition products/services to build a competitive advantage; 2. Talented 
people to execute the new strategies; and 3. Organisational resources that tightly Focus 
on the new strategies." 
The above is the characteristics of an empowered organisation. The organisation 
structure becomes a collection of various autonomous units/teams which can be "small" 
in nature and become more responsive to market, to be more quality and customer 
focus. All of these help the organization succeed in the competition. This concept 
reinforce the author about the need of empowerment in today's business organizations. 
How to help the organisations succeed in empowerment? Tom Peters identified one 
way is to through people. He set up two guiding premises, i.e. "Involve Everyone in 
Everything" and "Use Self-Managing Teams", supported by : 
•:• Listeny' Celebrate/Recognise 
•:• Spend Time Lavishly on Recruiting 
•:• Train and Retrain 
5 "Teaching the elephant to dance", Random Centurv Limited (1990), pp. 1-29 
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•:• Provide Incentive Pay for Everyone 
•:• Provide an Employment Guarantee 
In the "Flight of the Buffalo", James A Belasco^ stated out the new responsibilities o f a 
leader who needs to help their employees by implementing the followings : 
<• Transfer ownership for work to those who execute the work. 
<• Create the environment for ownership where each person wants to be responsible for 
his/her own performance. 
•:• Coach the development of individual capability and competence. 
•:• Leam faster. 
In sum, as Bowen and Lawler I l f stated, “…empowerment exists when companies 
implement practices that distribute power, information, knowledge, and rewards 
throughout the organisation...." This is the keys to Empowerment. As Bill Byham in his 
bestsellers, "Zapp! The Lightning of Empowerment" stated the way to involve people 
and put things in action. Specifically, he mentioned four key leadership behaviours that 
can achieve what Tom Peters and James A Belasco want leaders to establish in leading 
staff. 
As the above literature show, in empowerment, people element should not be neglected 
as they are the driving force to empowerment. Therefore, this study will put these 
6 "Flight of the Buffalo", Warner Books (1993), pp. 55-57 
7 ""Empowering Service Employees", Sloan Management Review (Summer 1995), pp. 77-83 
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specific leadership and employee behaviours to study how they can work in American 
organisations and in Asian countries. 
How to Empower? 
In "Empowerment in Organisations", Vogt and Murrell^ clearly defined the manager's 
empowerment role as : Informing, Deciding, Planning, Evaluating, Motivating and 
Developing. They further defined the model of empowerment as a process where “a 
culture valuing openness, individual contributions, interdependence, and personal well-
being must first be in place. Within it, a communication process that is multileveled, is 
honest, is open to asking and listening, and encourages everyone's input is crucial. Such 
a communication system creates the opportunity for each person to express his or her 
authentic self and to receive feedback that fosters growth and promotes participation. 
This communication chain from the individual self, to trust, and to participation is 
almost an independent subsystem that must itselfbe carefully tended to maintain a state 
ofpersonal empowerment." From self empowerment, the process goes beyond to build 
teamwork and quality. The ultimate objective is to have organisational well-being. 
From it, Vogt and Murrell set up the six forms of empowerment as educating, leading, 
mentoring/supporting, providing, structuring and self-actualising. All of which require 
not only effective leadership behaviors but also empowering organizational structures 
and systems. They also took a further step to identify the potential of employees 
being empowered. Therefore, the author agrees their process model for enacting 
empowerment as the following steps : 
8 "Empowerment in Organizations - How to Spark Exceptional Performance", Pfeiffer & Company (1990) 
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Assess and educate 
T 
Establish vision 
T 
Assess, design, implement change plan 
I 
I 
I 
i,,....,,:.:._.:,?:™- 1 
Management — Technical competency — Organisational development : 
capability processes, group dynamics, 
systems’ structure 
- I — ‘ 
I 
I 
1 
Install empowerment 
manager/group 
T 
Cultural and operational 
Transformation 
小 
Stabilisation 
T 
Refme role of empowerment manager 
^ 
Ongoing assessment and enrichment 
Figure 1 - Process Model for Empowerment 
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The starting point is to assess and educate. The ending part is to go for ongoing 
assessment and enrichment. However, the process highlights two main areas : 
•:• the importance ofmanagers' capability and readiness of employees. Therefore, the 
assessment on the readiness of company employees on empowerment will focus on 
identifying their specific behaviors. One of which is the acceptance ofr isk taking 
and failure. Payne mentioned, “…because empowerment, which can be a natural 
outgrowth of an organization becoming ‘lean and mean，，will not work without 
the ability of members of the organization to accept failure ..." 
•:• the cultural and operational transformation. For example, Payne believed that 
"empowerment will not work without a personal acceptance and a corporate culture 
endorsement •...’� 
Therefore, the author understands that the success of empowerment in organisations 
starts with clear assessment on where they are in continuum of empowerment and then 
educate the employees. They also need to continuously develop organisations' 
employees to practice empowerment. 
With the above review, this study thus needs to assess how organisation employees 
perceive the behaviours of their managers, colleagues and their subordinates in general. 
This can serve as a yardstick on the empowerment continuum. The author will utilise 
questionnaires for the assessment to survey on some critical behaviours managers or 
employees need to demonstrate within an empowering organisation. The behaviors are 
adopted and edited from this review. 
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After the assessment, the education part is critical. This is where technology transfer 
can come into play. Agmon and Von Glinow^ defined five types oftechnology transfer. 
One ofwhich is education, training and conferences. They also admitted the importance 
ofrole ofeducation and training in technology transfer because "people" constituted the 
most valuable source of technology transfer. 
Moreover, Eun also stressed the importance of role of people in technology transfer. 
Eun further explained the importance of education and training as a transfer mechanism 
-"training employees is an investment for quality improvement, product innovation, and 
client service ..." There are different ways of formal and informal training that enhance 
technology transfer, such as corporate training, on-the-job training, site visit and etc. 
"The reality is that most of the world's commercially based transactions involving the 
international movement of technology are linked to the multinational corporations, 
which is considered to be the most prolific purveyor of technology transfer." Agmon 
and Von Glinow further defined three classes of technology transfer. One of them is 
capacity-transfer, which is transferring the know-how and "software". This can be 
related to management practice or styles. Through education and training, the ways of 
how to manage and lead can be transferred across branches in multinational 
corporations. 
9 "Technology Transfer in International Business", Oxford University Press (1991), pp. 7-8 
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The author thus would try to investigate how training plays a role in transferring 
technology. The number oftraining programs received and training days are correlated 
to the ratings ofbehaviors of employees and managers to study the effect oftraining on 
their demonstrated behaviors. Interviews with experts to understand how to integrate 
the behaviors should be carried out, too. 
Situation in China 
As China is a place where many multinational corporations plan to invest or have 
already invested, the acceptance of Westem technology is an interesting topic. Wang^^ 
has studied the phenomenon to understand how the local youngsters viewed the Westem 
technology and concepts. He analysed a study conducted by Central government and 
came to conclusion that the young local Chinese were willing to accept the Westem 
modem technology, management experience and many other concepts and thinking. 
They were being left out for many years and it was time that they needed to improve 
themselves to catch up with the global development. They were enthusiastic in learning 
new things and at the same time, be more objective to assess and define their state of 
acceptance towards those things. 
This is an interesting area the author is curious about. After the analysis, it can provide 
some evidence to prove the situation. 
1° "Case Study on Youth Education Hot Shot: The Assessment of Modern Western Culture", The Contemporary 
Chinese Publication (1992), pp. 64-383 
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The Study of Empowerment Across Countries 
To conclude, the study focuses on the transfer of management practice - Empowerment 
from America to Asian countries - Hong .Kong and China will be picked as examples for 
the study. The rationales are : 
•:• America is the source of contemporary management practice. 
•:• Hong Kong is a place where East meets West. They can follow the American trend 
closely. 
•> China is at the starting age for receiving new management concept due to the recent 
fast development and more international co-operative initiatives. 
What is Culture? 
After the above review, American companies need to invest aboard and need to transfer 
empowerment technology aboard. However, in regards to management practice, that is 
people related issues and it is related to culture. Culture is always an issue when 
technology transfer happens across countries. Thus, the author attempts to well define 
the culture in general and in organisations through another series ofliterature review. 
As Robock and Simmonds^^ defined, "By culture we mean the whole set of social 
norms and response that condition a population's behaviour." Culture ultimately is 
12 
behaviour. Craig Storti also defined culture as behaviours. Craig mentioned, 
” "International business and multinational enterprises", Richard D Irwin. Inc (1983), pp. 401-428 
12 "The Art of Crossing Culture". Intercultural Press (1990). pp. 14-15 
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"Culture, a system of beliefs and values shared by a particular group of people, is an 
abstraction which can be appreciated intellectually, but it is behaviour, the principal 
manifestation and most significant consequence of culture, that we actually experience." 
Therefore, when we are focusing on cultural adjustment, it is the behaviours we need to 
adjust. Craig Storti advised two ways to adjust new culture. One ofwhich is to adjust 
or get used to behaviour on the part of the local people which annoys, confuses, or 
otherwise unsettles the USA; The other way is to adjust our own behaviour so that it 
does not annoy, confuse, or otherwise unsettle the local people. 
When organisations across countries want to build their corporate culture, it is the way 
people in the organisations tend to behave as they go about their work. With more and 
more multinational corporations investing in Asian countries, they will bring along their 
westem management style to Asia, in which they want to build a solid and strong 
corporate culture in their organisations. Thus, to build a corporate culture is asking 
everyone in the organisation to have a collective behaviour. It is therefore worthwhile to 
study social culture at first before the study goes into how social culture impacts 
multinational corporations when they intend to inject their cultural behaviours into a 
different context. 
Generally, a culture normally includes the following characteristics : 
• Culture is group wide : Almost everyone in a group will behave in the same or 
similar pattern. The prevailing norms, expectations and rewards will be in line to 
support certain behaviours, whereas any behaviours which do not fit the norms will 
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be punished. Thus, any new behaviours will need to be compromised and supported 
by the whole group. In other words, environment around the group must change 
their expectations and rewards to support new behaviours. 
• Culture is acquired and inculcated: Culture is a set ofrules and behaviour patterns 
that an individual leams through experience but not given at birth, which will be 
imparted and becomes their values, i.e. the beliefs, the ways of thinking and the 
perception on things, etc. Therefore, through enculturation _ the process of cultural 
conditioning - people can leam the culture by rewards and penalties. They will 
leave up to expectations from the group, thereby inheriting the culture subtly. 
• Culture and communication : How the people understand cultural difference much 
depends on how they communicate. Through communication, people can 
understand different patterns in behaviours and thinking, such as the way they think 
and talk, their attitude, gesture, posture, facial expression and etc. The most 
dominant factor inside which is through verbal or written communication and where 
the "language" takes an important role to "communicate" the culture to others. The 
choice of words is critical in effective communication. Therefore, when someone 
needs to communicate across culture, adequate translation of words in specific 
cultural context should be aware of so as to ensure the understanding between two 
parties in different culture. 
•:• Corporate vs social culture : Culture is defined as a collective behaviour within a 
group. Therefore, there are two types of groups, namely, social and work group. In 
� 16 
social group, there are certain behaviours demonstrated amongst the friends, 
relatives and family members. However, within a work group, i.e. organisation, 
they can exhibit some expected behaviours. In a study conducted by Asian 
Productivity Organisation, Yanagi^^ defined corporate culture as "philosophies and 
values shared by the members of corporations and their behavioural pattem for 
translating them into practical actions." Social culture can influence corporate 
culture in which the behaviours should be in line. Otherwise, the corporate culture 
will encounter high resistance. While a small adjustment with incentives and not 
violating critical social cultural factors, specific corporate culture can be set up. 
Organisations can build up their business practice and process to facilitate their 
business development. Robert Hass^^, the CEO of Levis Strauss, has mentioned, 
"Values provide a common language for aligning a company's leadership and its 
people - values make the company." Values help them build new set of attitudes 
and behaviours. "Values are where the hard stuff and the soft stuff come together" 
Hass said, "We always talked about the 'hard stuff and soft stuff. The soft stuffwas 
the company's commitment to our work force. And the hard stuff was really 
mattered : getting pants out the door. What we have leamed is that the soft stuffand 
hard stuff are becoming increasingly intertwined. A company's values _ what it 
stands for, what its people believe in - are crucial to its competitive success. Indeed, 
values drive the business." 
13 "Corporate Culture and Productivity - Case Study in Asia and the Pacific", Asian Productivity Organization (1994) 
14 "Values Make the Company : An Interview with Robert Hass", A Harvard Business Review Book, pp. 195-203 
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In the book of "Shogun Management", Bill Byham^^ studied the ways how Japanese 
manage their operations in America gives an insight that the challenges integrating 
corporate culture in social context. The difficulties for managing aboard become acute 
when foreign managers have different values from their own culture. In the study 
conducted by Industrial Relations Centre of University of Minnesota, they found that 
there were large individual differences in personal values within each group they have 
studied : there were over 2,500 managers in five countries, namely, the USA, Japan, 
Korea, India and Australia. They also found that "personal value systems ofmanagers 
are related to and/or influence the way managers behave on the job". At the same time, 
the study discovered that different organisational contexts would affect managers' 
values. These findings support the importance of organizational values, which helps 
managers Focus their effort in leading their workforce. Values thus is the guiding 
principle for organizational behaviors. 
In the study conducted by Hollows^^ about the productivity of three foreign-managed 
companies in Hong Kong, it showed that these three large firms had firstly recognised 
the importance of monitoring and shaping their work cultures for success, before they 
decided to take what actions to do so. Therefore, this is the challenge of organisations to 
set up their operations overseas. Whether it is successful to set up corporate culture or 
values to drive the business will directly impact the organisation survival in the business 
world when global development is the trend. 
15 "Shogun Management - How Northern Americans can Thrive in Japanese Companies", Haroer Business (1993) 
16 "Corporate Culture and Productivity - Case Study in Asia and the Pacific", Asian Productivity Organization (1994), 
pp. 159-236 
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The Conclusion 
As concluded, the author understands that employees can behave the ways requested by 
their corporate to be in line with the organisation culture, provided that organizations 
can implement adequate training and development programs to develop employees 
necessary behaviors and skills. 
With the above study of the need for empowerment and the consideration of culture in 
technology transfer, the author agrees to study how organizations use training to inherit 
the empowerment behaviors to their employees in overseas operations. The data 
collection and analysis will be done to understand the trends. Interviews with selective 
experts can help solidify the recommendations. 
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Methodology ofthe Study 
The Scope 
In this study oftransferring ofEmpowerment across countries, three places are selected 
as a base to conduct the survey, namely, the USA, China, and Hong Kong. Survey 
. questionnaire is set up to understand how managers / leaders and employees behave in 
an empowering organisation. Employees, including managers, supervisors, front line 
employees and professional staff, in different organizations in three places are selected 
as target population. The preference will be given to multinational corporations because 
they are mainly transfer agents for management or technical technology. Employees 
working there in different countries will therefore pick up the international practice 
easily. 
Therefore, one hundred survey questionnaires are distributed in each of three areas. The 
target response rate should be around 30 - 40%. 
The Methodology 
The data is collected through survey questionnaires. A sample is attached in Appendix 
I. The questionnaires have been distributed via the assistance of the author's branch 
offices in the USA and in China to their multinational corporation clients and prospects. 
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The questionnaire consists of three parts : 
• Part I plans to collect basic information regarding the number of training days and 
training programs received by respondents. Since training is one of the agents to 
transfer technology, it is a must to understand how local employees are trained. The 
data can be used to correlate with the ratings of employees' demonstrated 
empowerment behaviors. This can assess the effectiveness of current training 
design and numbers for building empowerment within an organization. 
• Part II is designed to actually measure the frequency of demonstrated behaviours of 
managers or employees in an organisation. The rating represents how an employee 
observes their subordinates, colleagues or bosses behave in such an "empowering" 
way. Each behaviour is set up after the literature review and consultation ofexperts. 
The behaviors shows the readiness of organizational culture for empowerment. The 
more frequent employees are demonstrating the behaviors, the more ready the 
organization is going for higher level of empowerment. 
• Part III is to collect some demographic data to analyse if the position and types of 
business will affect the organizational readiness of empowerment or their 
observation result. 
It is quite difficult to manage the collection of questionnaires in three places, especially 
in China or the USA. Therefore, the author has asked his colleagues in China and the 
USA offices to help collect the data. They have used two methods for data collection : 
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• sending out and collect questionnaires via mail or fax; 
• conduct telephone interview. 
Then, they returned the completed questionnaires to the author through fax or long 
distance calls. 
The questionnaires in Hong Kong are administered by the author. There are two rounds 
of data collection. In the first round, questionnaires are distributed to client 
organisations within which the key contacts of the author help to distribute 
questionnaires to their employees to collect data. One hundred questionnaires are 
distributed. However, after two weeks, the response rate is still low - less than 10% of 
the questionnaires are returned. In response to this situation, the second round of 
questionnaires is distributed to other client organizations. 
Close telephone follow-ups and monitoring is a reason for the success of collecting 
enough number of questionnaires to meet the target rate of response. In addition, some 
questionnaires are done through telephone interviews to obtain immediate feedback 
from respondents. As a result, there are thirty questionnaires returned from China and 
the USA respectively. There are thirty-one questionnaires returned from Hong Kong 
respondents. 
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After the collection of survey questionnaires, analysis is done to measure the perception 
or receptivity of empowerment in different cultural context. Three sets of data are 
analysed for the survey objectives : 
• the response rate of training received (the occurrence frequency in numbers or 
^ percentage) 
• the mean value of each question 
• the correlation of the training and the ratings 
The first set of data helps the author to understand how respondents are receiving 
training in China, Hong Kong and the USA. This serves as basic data to set up the 
context for future analysis. The second set of data provides a general trend on the 
organizational readiness for empowerment. The averaged ratings can help the author to 
understand the effectiveness of demonstrated behaviours in three places. The third set 
of data helps the author to understand how training can help build the behaviours critical 
for empowerment. This is the major analysis for the study to measure the effectiveness 
of training as a technology transfer tool to build the success of implementing 
empowerment. 
Interviews with selective expertise and professional are conducted before and after the 
survey. Before the survey, interviews with professionals who have experience in 
management and training in China, Hong Kong and the USA are conducted to 
understand the issues and concerns. Human resources professional in Philips-China 
Hong Kong Group and independent consultants are interviewed to identify trends for 
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employees in China and Hong Kong. Books, academic and business journals written by 
colleagues of the author's USA headquarters and other academics have been reviewed to 
understand the current trend in USA. The above primary and secondary data can serve 
as guidelines for setting up questionnaires. 
:�. After the survey, another series of interviews are conducted to validate the data collected 
and trends identified from data analysis. As mentioned by Agmon and Von Glinowy^^ 
stated from the literature review, training and education can help transfer the 
management know-how and capacity, industry experts are interviewed to collect their 
views in how to transfer empowerment from their multinational headquarters to China 
and Hong Kong. Training Manager from Owens Coming Asia Pacific and AVON 
China, Marketing Director of DDI Asia Pacific International and other independent 
organisational change experts are interviewed. Strategies, implementation and barriers 
are identified. 
Finally, recommendations will be made for multinational corporations who want to start 
their global development in Asia. 
17 "Technology Transfer in International Business", Oxford University Press (1991), pp. 7-8 
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CHAPTERII 
FEVDINGS OF THE SURVEY AND TRENDS IDENTIFIED 
General Findings and Analysis 
After consolidating the results, the followings are the report offindings. 
P a r t l : 
Question 1 - When the author compares the response from three places, here bellowed 
are the averaged training days per year : 
USA China Hong Kong 
^ 7；00 ^ 1 
The result shows that employees in the USA are receiving more training days in average 
than their counterparts in China or Hong Kong. This is a natural business situation. In 
fact, the findings is a little surprisingly lower than the research conducted by Wellins, 
18 
Byham and Dixon in the USA (as attached in Appendix II). If the company wants to 
implement empowered teams successfully, they need to provide training for their team 
leaders or members. Averaged training days for leaders are up to 9.03 days in the first 
18 
"Inside Teams - How 20 World-class Organizations are Winning Through Teamwork", Jossey-Bass Publishers 
(1994) 
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year and 5.65 days in subsequent years. Averaged training days for members are up to 
10.18 days in first year and 6.63 days in subsequent years. From the findings, companies 
in the USA are still concerned about how to build successful skills for employees 
through extensive training, especially when they need to implement empowerment and 
in the first year of implementation. They believed that in order to ensure successful 
\ implementation of empowerment, more training is needed. 
Although the findings of this study shows fewer training days, it may be due to longer 
years of services of employees in this survey, i.e. 4.02 years. This may dilute the 
averaged training days in every year. 
The other surprising result is that averaged training days per year for Hong Kong 
employees are fewer than those for employees in China. It is because the survey 
respondents in China are mainly working in multinational corporations. They have 
more opportunities to receive different training to develop them as "high flyers" in the 
organisations. 
Therefore, their companies are more willing to invest in training to speed up their 
learning and enhance the productivity. In Hong Kong, although training becomes more 
important than the past, companies are more short-sighted and they focus business 
development rather than human resources development. When compared between 
Hong Kong and China, multinational corporations are more willing to place their budget 
to the employees in China than their counterparts in Hong Kong. As in the case of 
AVON China, as their headquarters decide to develop China as second largest market 
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for AVON in the world, they are willing to set up a strong training team in China. In 
Hong Kong, although it is the regional headquarters, looking after Greater China, staff 
in AVON Hong Kong do not receive as much training as employees in China. In the 
case of Philips - China Hong Kong Group, they have many joint venture operations in 
China, employees there need more training. Production is the "heart" of the company. 
‘ Therefore, the Training Manager needs to put China training prior to training the Hong 
Kong team. 
In question 2 of Part 1, the averaged number of training programs are surveyed. The 
followings are the results : 
USA China Hong Kong 
4J3 r ^ 1 ¾ 
Again, the averaged number of training programs received in the USA is larger than the 
number in China and Hong Kong. This is consistent to the findings in the averaged 
training days. As many American companies are facing big challenges in business and 
they are urgent to tum their organisations into empowered teams, they need to provide 
more training for their employees, both in the level of team leaders and members. 
In question 3 of Part 1, when asked about which types of training programs did they 
receive, most respondents have selected many different programs. The top five training 
programs which they have attended are summarised as follows, in the order of priority ： 
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^ ^ China Hong Kong 
Product knowledge Product knowledge Technical skills 
Technical skills Customer contact skills People management skills 
Customer contact skills Technical skills Planning & organising 
Interpersonal skills People management skills Product knowledge 
building effective teams Language skills Company policy & rules 
The findings in both the USA and China show that the product knowledge is ranked as 
first in the number of training programs received. In China, the multinationals are new 
and they need to focus more on new business. Therefore, in order to help their 
employees succeed in the job, they must train them to be experts of their company 
products. The reason is also true for American companies, too. 
However, most employees in Hong Kong have received technical training more than 
other programs because Hong Kong companies focus very much on staffperformance. 
In order to build higher productivity, they need the skills which are directly related to 
the technical aspects of jobs. If company employees focus too much on technical 
know-how rather than people skills, they may neglect the important element of 
organizational success, i.e. people. This is an unfavorable factor for an organization 
who starts the empowerment joumey. 
In the USA, the customer contact, interpersonal and team building skills are ranked 
subsequent to the technical knowledge. This is a sensible rank. After employees have 
built competency on the technical side of the job, they need to learn how to achieve 
/ 
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goals through people, including their subordinates, supervisors, internal partners and 
etc. Empowerment encourages front line involvement in decision making and 
frequent interaction with internal and external customers. Therefore, they need 
critical skills in these areas. When their companies provide such training, it will 
definitely enhance their basic skills on day-to-day jobs. In the USA, people 
� management skills are not critical because in empowerment, it encourages self-
management rather than managed by managers. Thus, the results reflect that 
companies in the USA put the low priority in training people management skills for 
leaders. On the contrary, even leaders in these companies need to develop effective 
interpersonal and customer contacts skills to fit in the new empowerment culture. 
In China, customer contact skills are critical because employees do not have customer 
services concept or skills before the open door policy. In addition, people in China 
can be promoted to managers within two years of services in the companies due to 
lots of employment opportunities and excellent performance. Therefore, they need to 
leam a new set of skills, i.e. people management skills to lead a team. People 
management skills are thus critical for the organizational success. As concluded, in 
addition to the technical and product knowledge, the people skills which China 
employees need are the people management and customer contact skills. 
There is another interesting observation in China. China employees also focus much 
on language skills. It is important, too. In China, as more and more multinational 
corporations entering the market, the communication between local employees and 
headquarters becomes more frequent. In the past, China did not have enough 
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language skill training for their people. Thus, the corporations need to take care by 
themselves if they want to improve the communication between headquarters and 
local branches or even between the locals and expatriates. 
In Hong Kong, as mentioned before, the companies still focus too much on technical 
side o f the job, such as technical skills, product knowledge and company policy. For 
planning skills, despite its nature as part of the management skills, it is basically a task 
oriented skill rather than a people-oriented skill. The only people skill employees 
develop is the people management skills. This is because : 
• senior management in Hong Kong companies still want their managers to manage 
staff rather than letting staffbecome self-managed. The risk is too high. 
• they are willing to invest more on managers or supervisors as they have lower 
turnover rate. 
However, people-oriented skills are very important to develop empowerment culture 
successfully because empowerment is driven by the involvement of all levels of staff 
who need to communicate effectively across and within teams. 
Part2 
In assessing the behaviors demonstrated by managers, the result is summarised as : 
30 
Country U ^ China Hong Kong 
Findings \ 
Encourage training & 4.60 3.80 3.90 
development 
Fostertrust&integrity 4.20 4.17 3.97 
Help build teamwork & 4.40 4.07 4.03 
collaboration with others 
Coach employees to achieve 4.10 4.10 3.74 
career goals 
The result shows that American managers are more effective in encouraging 
empowerment effort. They are demonstrating empowering behaviors more frequently. 
Out of a six point scale, their behaviors are rated ranging from 4.1 to 4.6. This is 
consistent to the observation of experts in the USA. Since American companies have 
started empowerment effort for quite some time, their managers have been equipped 
with necessary skills and concepts to build the culture. 
Moreover, the highest rating, 4.6, reflect the true effort managers in encouraging training 
and development for employees. This is very consistent to the normal behaviors of 
American managers. The other interesting finding is that American managers receive 
same rating as the China managers in one behaviour, i.e. coaching employees. This may 
be due to the fact that managers in China, both local managers or expatriates, need to put 
more effort to coach their local employees to help them build critical skills for job 
success quickly because their employees are less inexperienced than their counterparts 
in the USA. Thus, they both receive the rating of 4.10. 
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On the other hand, ratings for China managers are surprisingly higher than those for 
Hong Kong managers because : 
• the managers in China mainly expatriates who are from the USA headquarters or 
from other westem countries. They are practising empowerment in their home 
countries or offices and therefore, they can bring these behaviors across the countries 
to China. 
• the local employees in China dare not voice out their complaints and criticise their 
managers' behaviors in the questionnaires. As a result, they gave higher ratings for 
the managers. 
• As local employees have received more training than their counterparts in Hong 
Kong in multinational corporations, they are more positive to their managers' 
behaviors. 
On the other hand, Hong Kong managers focus on building teams rather than coaching 
or training their employees. They have the rating from 3.74 to 3.90. Strictly speaking, 
this rating is lower than the acceptable mark, i.e. four out of a six scale, on demonstrated 
behaviors of managers to build empowerment. 
When compared across three places, managers in Hong Kong received the lowest 
ratings in three of the four behaviors. They only get “marginal，，second place in the 
statement of encouraging training and development. This is the result oftoo much focus 
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on business development ofHong Kong organizations. Employees cannot find effective 
empowerment behaviors from their managers. 
In assessing the behaviors demonstrated by employees, the result is summarised as : 
\ ^ 
Country USA China Hong Kong 
Findings \ 
Understand & are 4.70 4.13 3.48 
committed to company 
vision & values 
continuous improvement on 4.50 4.20 3.81 
quality & services 
Work as a team 4.60 4.17 4.16 
FeeI that they participate in 4.10 3.53 3.71 
decision making 
Know what's expected 4.20 3.87 3.81 
Enjoy the work & like the 4.60 4.27 3.81 
organisation they work for 
Again, in the USA, the company employees have the highest ratings across three places. 
The ratings are from 4.10 to 4.70. Employees are committed to the organizational 
visions and values. They enjoyed working in their organizations very much, giving 4.6 
in the rating. Moreover, they worked closely as a team. This is a good reflection of 
empowering organizations. 
In China, the situation is similar to the ones in rating the behaviors ofmanagers. They 
are also rating the employees' behaviors higher than those working in Hong Kong. 
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Their ratings are ranging from 3.53 to 4.27. But one caution is that they rated very 
low in their involvement in decision making. This is the only rating they rated as the 
lowest across three places, i.e. the only rating which is lower than Hong Kong. As 
empowerment focus much on the participation on decision making, this is an area for 
caution for management of companies in China. 
r 
For Hong Kong employees, the ratings, again, are lowest in the three places, ranging 
from 3.48 to 4.16. Most of the ratings are lower than four. The organizations are not 
effective in communicating the company directions and values. This resulted in the 
lowest rating in the first statement. However, employees found teamwork quite good 
amongst themselves, which is the highest rating in their ratings. They are having 
more opportunities to participate in decision making and thus rating it higher than the 
employees in China. This is the only rating that rate higher than employees in China. 
The findings in the ratings for employees are consistent to those in rating the 
managers. This shows that in terms of the readiness of empowerment, Hong Kong is 
ranked in the last out of the three places. Organizations in China are more ready. 
Part3 
Part 3 of the questionnaires mainly collect some demographic data for analysis. In 
Table 1, the number of employees are compared. In terms of the size of the 
companies, the respondents in Hong Kong are working in much larger organizations. 
There are nine respondents working in organizations which are bigger than 5,000 
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employees. On the other hand, only one respondent in the USA and even no 
respondents in China working in organizations in that range. In China, 14 
respondents are working in organizations with fewer than 100 employees. In the 
USA, 13 respondents are working in organizations which have 1,000 - 5,000 
employees. The larger the companies, the more difficult for employees to practice 
<； 
empowerment as the organization structure will be more complex. In addition, they 
will find greater difficulties for management to keep closely in touch and 
communicate well with employees. In organizations bigger than 5,000 employees, the 
situation is the worst. Therefore, it is natural that the employees in Hong Kong will 
rate their managers or staff with lower ratings when compared with the other two 
places. 
In Table 2, the position of respondents are analyzed. In the three places, the 
distribution is quite even, i.e. approximately 50% of respondents are in management 
level and 50% of those in employee or professional level. Therefore, the data 
collected can be quite representative across levels in the organizations. It represents 
views of employees from different level. 
In Table 3, the data shows that most of the respondents are coming from 
manufacturing in the USA and China. In Hong Kong, respondents are working 
mainly in Banking and Finance or in Insurance industry. This also reflects the current 
economic structure of the three places. In China and the USA, manufacturing 
business is still occupying a big portion of all business whereas Hong Kong is 
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transiting from manufacturing to servicing industries. Their manufacturing plants 
have been moved to China. 
After the study of the findings, the author finds that due to the nature ofcompany size, 
nature of business and position, the data can tmly reflect the employees' observation 
and ratings on the readiness of empowerment in organizations in the three places. 
Correlation Findings 
In the following session, data of ratings on managers' or employees' behaviors are 
correlated with the number of training days and training programs received, and the 
types of training received. The result can show some general trends. The results can 
help identify where to focus in order to drive for empowerment. 
Training Days and Ratings 
From Table 8 - 9, the followings are interesting findings : 
• In the USA and Hong Kong, the more training received, the more effective company 
employees are demonstrating empowerment behaviors. In the USA, the correlation 
ratings for managers range from 0.26 to 0.53 and the correlation ratings for 
employee level range from 0.15 to 0.36. There exists quite clear correlation. 
• In Hong Kong and China, there are some negative correlation's and zero 
correlation's on some ratings. However, it is some very minor negative 
correlation's. For example, -0.02 in ratings of participation in decision making for 
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China and Hong Kong employees, -0.06 in fostering trust in the ratings for China 
managers. This may be worthwhile for detailed understanding on what programs 
they are receiving. 
• In general, more training days can help develop better skills and behaviors in 
promoting empowerment environment. 
V 
Number ofTraining Programs and Ratings 
Table 10 - 11, shows the following trends : 
• In the USA, the trend is similar to the correlation's between training days and 
ratings. The more training programs they have received, the higher ratings they will 
give. The ratings for managers range from 0.43 to 0.64. This is very high 
correlation. For employee level, the rating range from 0.08 to 0.52, a very wide 
range. But it can be concluded that the employees' training is still not adequate to 
develop good behaviors towards empowerment. 
• There are still some negative correlation for managers and employees in China and 
Hong Kong. In China, employees still rate the managers' behaviors in fostering 
trust as negative correlation. This may be due to basic beliefs of China employees. 
They do not trust too much on their managers. Thus, the training cannot help out in 
the short term although they have been received so many training programs, as 
illustrated in previous section. In Hong Kong, respondents still do not find the 
positive correlation with decision making involvement and training. Although the 
correlation is -0.03, not a big number, it means that they did not find relationships 
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between training and decision making authority. This is an area also worthwhile for 
further investigation. 
Types ofTraining Programs and Ratings 
After the study from Table 12 - 37, some specific trends are highlighted rather than 
<i( 
understanding general review on the correlation. The highlights can provide the author 
some insights in analysing the current situation for future recommendations. 
The technical training 
In China, technical training is negatively correlated to the ratings of both managers and 
employees. This is an interesting finding. That means although respondents are 
receiving extensive technical skill training, they cannot find the value of it towards 
building effective people skills. It even makes the situation worse because people are 
focusing too much on technical skills, they neglect the people aspects of the job. 
Therefore, they find their managers or employees do not demonstrate empowerment 
behaviors effectively. 
This observation is also valid for Hong Kong respondents. They also have negative 
correlation with half of their ratings on managers and employees. Although the situation 
is not serious in the USA, the respondents still negatively correlate the technical training 
to the continuous improvement effort and teamwork. Therefore, in order to provide 
training, only technical training cannot help to build effective teams in promoting 
empowerment. 
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Product training 
In product training, only American respondents find positive correlation with managers' 
efforts in encouraging training and development. This can also reinforce the analysis 
that the technical training cannot help too much on developing people skills training. It 
‘ c a n even make the employees focus too much on technical side of the job. This time, 
even the respondents in the USA have negative correlation in most ofthe behaviors such 
as teamwork, continuous improvement effort for employees and fostering trust in the 
ratings of managers. 
The only positive correlation for all places happens in the coaching behaviors of 
managers. This is true that the more product knowledge an employee needs, the more 
opportunities for a manager to coach his/her employee. Thus, they can observe more on 
this behaviour. In the USA, the rating is 0.02 whereas in Hong Kong, the correlation is 
0.28. This may also be due to the fact that Hong Kong companies focus more on the 
product knowledge and technical skill development. However, both employees in Hong 
Kong and China cannot find job satisfaction if they are only provided with these two 
kinds of training. 
People management skills 
In people management skills rating, there still exist so many negative correlation. It 
happened that only encouraging training and development effort is positive for China 
respondents, i.e. 0.45. For Hong Kong respondents, the ratings are mostly negatively 
correlated. This can be a reflection of not enough people management skills training for 
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managers. Therefore, they cannot demonstrate effective behaviors on thejob in building 
effective teamwork. Also, they are demonstrating “as task needed" behaviors. For 
example, managers in China always encourage training and development effort, and this 
skill can help them be more effective in this aspect. On the other hand, Hong Kong 
managers will coach on the job skills with employees to help them succeed. Coaching 
‘skills are thus effective and more positively reinforced. Therefore, the training should 
be more focused to build effective teamwork in the subsequent training programs when 
organizations need to implement empowerment. 
However, in general, this rating reflect some improvements on the correlation. The 
reason is that respondents can correlate positively with the more effective behaviors 
with the receipt of people management skills training. In China, the ratings have some 
positive correlation, such as 0.11 in understanding company vision and values, although 
the correlation is not high. 
Customer contact skills 
For customer contact skills, the respondents in China negatively correlate with the 
frequency ofbehaviors demonstrated for their managers and employees. This is because 
they perceive the skills as handling external customers. Their internal partners, such as 
bosses, peers or subordinates will not use this skills when dealing with each others. 
Thus, they have negative correlation. This situation is also true for the Hong Kong 
respondents. 
Tnterpersona1 and influencing skills 
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The observation is quite similar for interpersonal and influencing skills and they are 
related skills in building empowerment. Therefore, the author groups both for 
discussion. The respondents in China negatively correlate these skills to the 
effectiveness in building teamwork. This is a little strange. The situation can be 
explained as they are not much trained on this aspects in the past. Now, it is their initial 
^ stage in developing employees and thus, they cannot fmd positive results. 
Respondents in three places have negative correlation with these skills to the continuos 
improvement efforts. This is also true reflection of the situation. These skills focus 
much on the people side. Thus, employees are trained on this skills and afterwards, they 
will be more skilful in interacting with others but not necessarily have an attitudes to 
improve thejob continuously. 
Teambuilding skills 
Respondents in three places have the highest correlation for receiving teambuilding 
skills and job satisfaction. The USA respondents have 0.5 correlation and even China 
respondents have 0.4. Although Hong Kong respondents do not have the highest 
correlation in this aspects, the result is already good when compared with other training. 
Therefore, this is an encouraging result that the effectiveness of teambuilding training 
can definitely help in providing better working environment for employees. 
In addition, in general, respondents in three places are more positive to teambuilding 
skills. They fmd it helpful to work as a team, building trust and receive/give coaching 
from managers. But one caution point is that Hong Kong respondents have a negative 
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correlation in manages' helping build teamwork in this area. The reason can be that 
managers in Hong Kong are not well-developed on how to lead a team. They can be 
good managers, not good leaders. Thus, respondents cannot find effective behaviors in 
this aspect. 
‘ T i m e management skills 
Respondents in China camot find positive correlation in this aspect. Thus, time 
management, although part of the management skills, are much task oriented. 
Employees in China are more people-oriented. They cannot find time management 
helpful to enhance their interpersonal relations. 
On the other hand, Hong Kong respondents have much positive rating in this aspect. In 
fact, they are bumt out on day-to-day operations. Thus, they will find time management 
helpful in relieving their workload. Thus, they can have improved people relations. The 
other reason is that Hong Kong people are famous for task-oriented. This task skill can 
help them work more effectively on thejob, thus having a positive correlation. 
Problem solving skills 
In empowerment, this is very critical skills. For employees they need to practice the 
skills to give managers confident that they can make good business decisions, reducing 
the risks of not meeting company expectations. From the correlation data, the problem 
solving skills training can help out most of the behaviors in empowerment, except the 
decision making participation for employees, but that is also related to the current 
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management practice and some organizational system aspects. In general, respondents 
find it useful to help them build effective behaviors. 
Language and planning skills 
These are also task related skills. Although the correlation are not quite consistent, they 
‘ ^ e not the main focus in this paper. Detailed discussion will not be made. 
Selection skill training 
In the item of “Others, please specify", most respondents have not answered and thus 
the correlation cannot be measured. But a point of caution here. 
After the above analysis, the author can have a conclusion that training cannot help in 
the short run i f the environment or the employees are not ready. Therefore, selection is 
another issues. How the decision makers select a candidate will affect the quality of 
staff. Thus, training cannot cure selection mistakes. 
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CHAPTERIII 
SUMMARY OF TRENDS 
After the analysis ofdata and a series of interviews, the followings are the summary of 
trends identified : 
• Training can serve as a technology transfer agent: In the literature review, training 
is necessary to build effective behaviors. Corporate culture is a collective behavior. 
Thus, the more training respondents are received, the more effectively they can 
demonstrate the required behaviors. Thus, the higher the ratings for them. 
On the other hand, organizational change and training experts have agreed that 
training programs can build up the skills and behaviors for employees. If an 
organization decides to go for empowerment, management need to assess the current 
performance of employees and managers. This can serve as a base to determine the 
gap between where they want to and where they are now. Specific training needs 
are identified for ftiture development efforts. In the case of the American 
respondents, the correlation of training and effective behaviors are general positive. 
This is one of the evidence oflong term development effort by American companies 
on employees, which dedicate lots of investment on people. 
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• Employees in Hong Kong lack the training opportunities : Management in Hong 
Kong companies focus more on short term result. They are not willing to invest in 
people. I f they need to invest, they will start on supervisors or managers who are 
more stable and the return will be the biggest in the short term. However, 
implementing empowerment needs the involvement ofall levels, notjust managers. 
f 
Thus, employees in other levels cannot find thejob satisfaction in the organizations. 
• Focus not much on people skills for staff members in China and Hong Kong : In 
Hong Kong and China, their development effort still focus too much on technical 
skills and knowledge. However, empowerment needs total involvement from every 
level of employees. Thus, they have more opportunities to decision making and 
interacting with other staff. Their problem solving, people management and 
interaction skills are critical for success. 
• Not effective people management skills training : Although now companies in Hong 
Kong and China start to develop their staff effective people management skills, the 
result is reflected in this study. It is still inadequate. For people management skills, 
the first step for managers is to involve employees and then coach and develop. 
Finally, they need to delegate and empower their employees. Managers in Hong 
Kong and China are now still in the initial steps. 
• Culture issue : In China, local employees are used to receive instructions rather than 
making decisions. The situation is improved because more people graduated from 
University are now working in multinational corporations. They are more receptive 
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to westem culture and management practice. But, it is not an overnight matter for 
them to change. In Hong Kong, people are more task-oriented and short term 
oriented. It is true that they need to achieve business results rather than giving good 
working environment for employees. But the business situation still drives them to 
delegate more as the job become more complex and workload becomes bigger. 
They are also receptive for something good to reduce their workload. 
• Still a long way to go for empowerment in China and Hong Kong : For the basic 
skills, such as people management, interpersonal, teambuilding, and problem 
solving skills, staffare inadequately trained. They are not effective in demonstrating 
such behaviors, unlike their counterparts in the USA. Employees in China are 
playing the role as execution. They will do as told, not doing as not being told. 
They still need to go through more training to effectively build up capability in 
making decision on the j ob 
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CHAPTERIV 
RECOMMENDATIONS AND CONCLUSIONS 
The followings are some recommendations for multinational corporations if they want 
to start the empowerment j oumey in China and Hong Kong. 
Address Cultural Differences in Transferring Empowerment 
When discussing with some China experts, they said that the term empowerment is too 
aggressive. Managers in China companies will have hesitation to empower their staff 
because "power" is very important for status for Chinese in the past. They are not 
willing to lose such important asset. At the same time, employees are not willing to take 
up more responsibilities as empowerment also means delegating responsibilities. Both 
of these have negative impact for local staff when companies decide to implement 
empowerment. Although local Chinese are willing to leam foreign technology and 
management concept, they are not willing to sacrifice something they value very much -
such as "power". The followings are some of their notes when companies need to 
transfer such management technology : 
• Use a more neutral term : For example, Development Dimensions International, a 
human resources consulting firm, has used "High-involvement" to replace 
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empowerment. The term can be easily accepted by Chinese and all managers since 
they do not perceive losing power. They are only involving their employees. The 
end result is the same, employees can participate in decision making but they will 
not have the threats to the present status of managers. This is a good start. When 
managers and employees are trained on related skills, they are more receptive to the 
behaviors which can help them work day-to-day more successfully. 
• Adopt local analogy and terms - "localise" the concepts : Although local Chinese 
like to leam new technology, when the technology is opposing the communist or 
their basic values, they will resist openly, saying that not fitting the situation in 
China. Thus, some China experts will try to relate the empowerment into Chinese 
context. They are more receptive when they find the ancient Chinese or their 
ancestors, such as Confucius, or Chairman Mao, have the similar concepts in the 
past. The other major step is to translate all the concepts and skills into Chinese. 
During the process of translation, cultural adaptation can be done, i.e. the choice of 
words can be adapted to the normal words Chinese are using. 
• Start with younger groups who are working in coastal cities : The younger group of 
China population, especially the ones living in coastal cities, are more open and 
receptive to westem concepts. With them trained as models to practice the 
behaviors, resistance will be reduced. 
• Send the local staff to overseas plants or office : This can speed up the learning 
process. Once when the staff are attached in overseas offices, they are more used to 
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the westerners' behaviors. This can reduce their resistance in accepting this latest 
management concepts. For example, in a world-wide electronic manufacturer, they 
designed a Chinese Accelerating Manager Program (CAMP) for the high flyers and 
give them lots of training from overseas consultants, or attach them to other 
countries. The result is that they are more like the foreigners afterwards. Local 
Chinese can leam things fast only if they are willing to do that. 
The above mentioned points can also be applied to the managers in Hong Kong. The 
local training experts have shared with the authors that some managers in Hong Kong 
will still resist their training due to the terms or the videos are too Americanised. 
Set Up and Communicate Corporate Values 
As studied in literature review and discussed with experts, the author finds that in order 
to show clear direction for overseas employees, organizations need to state out clearly 
the corporate values, which are the guiding principles of organizations all around the 
world. In fact, it helps shape employees' behaviors within the organizations. While 
they are on the job, they need to demonstrate the required behaviors, cascaded from the 
corporate headquarters. 
It also provide the general guidelines for human resources team to tailor the training and 
education program to develop those required behaviors. If it is implemented 
organization-wide and every employee needs to attend and apply the skills and 
behaviors, the organization can have collective behaviors. It can help gradually build 
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the corporate culture. Ifempowerment is the way ofmanagement practice, it becomes 
easier for local employees in overseas' branches to accept. Although organizations still 
need to address cultural differences, it can “flex-in” to build the behaviors. 
Revamp Existing Organisation's Systems 
As mentioned in the above analysis, training cannot correct selection mistakes. Training 
can only develop necessary behaviors critical for the success of empowerment. 
Therefore, when organizations want to implement empowerment, they need to review 
their existing systems to understand they are supporting the empowerment. For 
example, if the approval procedures are too lengthy, customer contact staff cannot 
respond to customer immediately. They are frustrated of not allowed to make decisions 
on the spot. The followings are some examples for organisations to investigate : 
< 
• Human resources systems : This can include selection, training, compensation and 
benefits, performance management, staff relationships, career development and etc. 
To support the training for empowerment, certain incentives must be developed to 
encourage the on-the-job skill application. Otherwise, the results can be fatigue. 
Moreover, if they are now held accountable for their job, will they be rewarded on 
the equivalent pay? How their effective performance being measured can be another 
issues. As empowering organisations will not have too many organisation layers 
normally, employees cannot find specific career path within the organization. 
Therefore, some organisations are now preaching the "employability" rather than 
life-long employment. Employees will find themselves more capable and high job 
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satisfaction than in the past. This is the job of career and staff development. The 
most important thing is to select new comers according to pre-set criteria which can 
measure their experience, behavioural and job motivational aspects. Selecting the 
right people can inject the energy into the organizations when they implement 
empowerment. 
、、 
• Business systems or company policies : This is related to the current business 
process such as accounting process, refund policy, and etc. The established systems 
and policies will directly affect how much authority an employee have and the speed 
on how they can respond to the customers or a situation. Although they are trained 
to have effective behaviors, due to the dumb systems or processes, they will 
experience even greater frustration. Thus, the systems should support their day-to-
day operations. 
令 Communication systems : The examples include the in-house newsletters, CEO's 
communications, memos and other formal or informal communication channels. To 
empower is to focus individual efforts to achieve organizational goals, based on 
specific organisational values. Thus, effective communication across teams, levels 
and companies are critical to create an environment for empowerment. With 
effective communication system, employees in all levels can leam and understand 
the latest corporate development. It helps build their commitment to the instructions 
and directions from the top. Thus, the implementation can be more successful 
without too much resistance from other levels. 
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Empowering Joh Design 
In addition to the systems, if the job design itself cannot depict clear authority and 
accountability, employees will find the job confusing. They dare not practice their 
empowerment behaviors. In terms of job design, the management needs to focus on 
s 
Accountability ofthejob-holder; Decision making authority and Job nature. 
Select the Right Staff 
With the ready organization environment, if the new employees cannot fit in the job and 
organization in motivational aspects, they will quit quickly. As mentioned in the prior 
section, selection can bring good people which can be the partner of organizations to 
implement empowerment. In Hong Kong and China, organizations always have 
pressure to fill in the position, but selecting the wrong people will only give them 
greater pain. As a Managing Director of a trading company said, “staff can be asset as 
well as liability. A good staff is an asset of the company. It's a matter how they can fit 
in the organisation's culture and direction." Selection thus play a vital role in giving the 
right asset to the organizations. 
Provide Extensive Training 
As the statistics show in Appendix II, in order to set up effective empowered teams, the 
first year is very critical. Thus organizations in the USA provide extensive training to 
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their employees. Some even provide up 20 training days. Training can definitely play a 
role to speed up empowerment process. 
From the training experts, the author leam that four areas of training should be 
developed : 
• Technical knowledge - this can help them complete the task successfully. 
• Interpersonal skills - this enhances their effectiveness by leading people, supporting 
others or influencing others to achieve organisational results. 
• Team skills - this can help them work collaboratively with others. As a matter of 
fact, empowered organisations normally will implement team structure so that 
members can take up all accountability, with the help from other members. 
• Problem solving skills - this help improve the quality of decisions. Thus, managers 
are more confident for the business decisions made by the employees. 
Benchmark with Other Organizations 
As empowerment is still a new concept in Hong Kong and China, not many 
organizations are practising this concept. Therefore, it is fruitful for some organizations 
to leam from foreign and local experience when they decide to implement this practice. 
If they are multinational corporations, they can leam from the headquarters. 
Benchmarking can help organizations calibrate the situation to better fit in local 
requirements. 
� 53 
Conclusions 
As concluded, the study shows the current practice of employees in organisations in 
three places. The results depict that there exists readiness of organizations in China to 
implement empowerment. They have already started training but still need further effort 
to strengthen the learning. In Hong Kong, organizations need to switch the focus from 
technical skill training to more management or people skills training. 
While the cultural practice will be different between the USA and Asian countries, the 
business challenges which they are facing are similar. Empowerment can address those 
challenges. It can also be applicable in Asia. But the ways how to present and 
implement is geared to different cultural context. The above recommendations can thus 
serve as general guidelines for corporations who want to develop their overseas 
representation. 
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APPENDEX I 
A SAMPLE SURVEY QUESTIONNAmE 
The High lnifoluemeni^ Suruey 
We are conducting a survey to understand general organizational perspectives in your 
company. In order to assess the situation accurately, please complete this survey. All 
responses are anonymous. We assure you the confidentiality of the findings. After you have 
completed the survey, you can fax it to me at fax no : (852) 2537-9575. The scale is as 
follows : 
P a r t l : 
*l. On average, how many training days do you attend in a typical year? 
2. How many training programs have you received in last year? 
3. Please tick which of the following training programs you have received : 
a. technical skill training • b. product knowledge • 
c. company policy and rules • d. people management skills 0 
e. Customer contact skills • f. interpersonal skills • 
g. problem solving skills • h. building effective teams • 
I. planning & organizing 0 j. time management • 
k. influencing skills • I. language skills • 
m. others, please specify : • 
Part I I : 
We would like you to rate the frequency of the following demonstrated behaviors of your 
managers or your colleagues. There is no right or wrong answers. When it really reflect 
your assessment, it's true. 
Scale 
1 2 3 4 5 6 
LOW H i g h 
Manager/My boss in the organization : 
1. Encourage the training and development of those on their team(s). 
1 2 3 4 5 6 
2. Display actions and behaviors that foster trust and integrity. 
1 2 3 4 5 6 
3. Help individuals and teams build collaborative relationships with others (other teams, suppliers, 
Customers). 
1 2 3 4 5 6 
4. Coach their teams and employees to achieve job and career goals. 
1 2 3 4 5 6 
55 
Colleagues in my organization : 
1. Understand and are committed to the organization's vision and values (for example, Customer 
service and continuous improvement) 
1 2 3 4 5 6 
2. continuously work toward improving the quality of products and services they are responsible 
for delivering and/or producing. 
1 2 3 4 5 6 
3. Work together as a team and are will ing to help others and collaborate 
1 2 3 4 5 6 
4. Feel that they participate in decisions that have an impact on their work and/or team. 
1 2 3 4 5 6 
5. Know what is expected of them and have ways of measuring how well they are meeting 
expectations. 
1 2 3 4 5 6 
6. Enjoy the work they do and like the organization they work for. 
1 2 3 4 5 6 
Part III: 
We would need your organization and personal details for analysis. Alt information will be 
used for group analysis. We assure you that no individuat results will be disclosed. 
Organization : 
No. of Parent Company : 
Employees: 
Length of service within the company : year(s) 
Nature of • Manufacturing • Banking/Finance 
Business : • Hospitality/Hotels • Electrical & Electronics 
• Retailing • Conglomerate 
• Transportation • Telecommunication 
• Insurance • Health Care/Medical related 
• Government • Public/Non-profit Making Organization 
• Others, please specify : 
Country/ • USA Position : • Managerial 
City: • China • Supervisory 
• Hong Kong • Frontlineemployee 
• Professional staff 
• Others, please specify ： 
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